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Background to the project

Home / Projects & events /

Capability framework for
leaders of volunteers

Print & Share of

La Trobe University and the LOHVE Network are collaborating to develop a capability framework for leaders of
volunteers in health services.
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Engagement, Commitment,
Satisfaction and Intention
to Remain Among
Volunteers in Victorian
Public Health Sector
Organizations
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Levels of volunteer satisfaction,
commitment and engagement

Mean score for intention to Volunteer engagement
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What are the competencies that are required to effectively lead,
manage and coordinate volunteers within health organisations?

STAGE 1:

' Survey of health volunteer managers (n=¢5)

7] STAGE3:
i Co-design of a competency framework for
| health volunteer management
i

Slide 6 LA TROBE Al S clever
UNIVERSITY kinds

STAGE 2:

Interviews with health volunteer managers (n=25)

Developing a

competency framework for =
health volunteer management

N ~
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Categories of volunteer
management competency

(Safrit and Schmesling 2005)
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Recruitment
and selection

Professional
development

Program
advocacy

Recognition

and support

Orientation
and training

Resource
development

Program
maintenance
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Stage 1 - Survey

COMPETENCY IMPORTANCE:

° ACFOSS a” CategOrleS, none Of BYCATEGORY .........................................................................
the competencies received a T
mean ranking of less than 3 4.62 Volunteer recognition
(out of a potential of 5), LEAST IMPORTANT

3.57 Resource development

indicating that they were more
than moderately important.

BY COMPETENCY
« Model was therefore deemed MOST IMPORTANT
applicable for health volunteer 4.84 Resolution of conflict
LEAST IMPORTANT
management 3.00 soliciting of funds
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Volunteer recruitment and
selection

« Implement recruitment processes
« Match volunteersto roles

Volunteer program resource
development
+ Develop financial resources

+ Develop reports, policies, plans and
procedures

Professional development of

volunteer managers

« Understanding of contemporary
issues related to health volunteer

management
Networking and professional
development activity

Volunteer recognition and support

« Management of emotional
wellbeing

+ Volunteer appreciation

Volunteer program advocacy

« Measure and communicate impacts
of volunteer programs

+ Advocate for volunteers and the
volunteer program

Volunteer program maintenance
Management of people
Communication with people
Data management
Quality and safety auditing
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Stage 2 - Interviews

Competencies required
by health volunteer

managers
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Stage 2 - Interviews
Barriers impacting on health volunteer management

Status of volunteering and volunteer management within the health sector

Resourcing available for competency development
Lack of time and financial support to undertake professional development

Lack of mandated requirements around competency development for health volunteer
managers

Ability to access suitable professional development opportunities both within and external
to health service organisations
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Stage 3 - Co-design of framework

A competency framework was developed that
encompasses seven areas of competency for health
volunteer managers:

A competency framework for
health volunteer management

e Five distinct levels of competency (Level 1, Levels 2a
and 2b, Levels 3a and 3b), which are aligned with
Levels 2-6 of the Victorian Public Health Sector
Classification System — Managers and Administrative
Workers (and the National Standards for Volunteer
Involvement)

e Levels are progressive, in that competencies at level 1
are implied for Level 2a, with a Level 3b expected to
exhibit all the competencies across the various levels.

R LATRONE | Jr ooiipmeaem
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Potential uses

for the
framework
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Inform the development of position
descriptions for leaders of health
volunteer engagement, based on the
desired requirements of a role

Assist leaders of health volunteer
engagement in determining
professional development needs,
both at the individual and team level

Determine the level at which a role
should be considered, as a reflection
of the competencies required and the
characteristics of the health service
or volunteer program




Section 1: Overview of levels of competency

Provides an overarching summary of the various levels of competency, in relation to
key skills, experience and attributes required at each level (which are aligned with the
respective levels of the Victorian Public Health Sector Classification System - Managers and

Administrative Workers award.
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SECTION 1: OVERVIEW OF LEVELS OF COMPETENCY

Level 1 - Maintenance

Aleader of health volunteer
engagement [LOHVE) wha
coordinates a small group of
volunteers.

LOHVEs operating at this lewvel:
Hawve relevant computer and
administrative skills andfor
EXpETiEnCe

Supendse day-to-day activities

of a small graup of volunteers
within activities with well-defined
ohjactives, under the supenvision
of a rmore seniar leader of health
volunteer engagarnent (level 2 or 3).

Share accountability for decisien
rmaking with a senior leader of health
volunteer engagarnent (level 2 or 3).

Competancies within this lewe! algn
with Grade 2 of the Wictarkan Pubiic
Health Sector Clossificotion System -
tamagers ana Administrotive Workers

Level 2a - Development

A leader of health wolunteer
engagement (LOHVE) responsible
for supervision of a small velunteer
wiorkforce relative to the size of the
health service.

LOHVEs operating at this level:
Are preficient in administrative
and human rescurce management
processes and hawe relevant
axperience in these areas.

Autonomously arganise and awversee
day to day activities of volunteers
within clearly defined parameters,
standards, budgets and time frames.

Use standard policies, proceduras
orinstructions related to volunteer
program activities ta guide decisian
making

Campetencias within this level align
with Grode 3 of the Wictoran Public
Health Sector Clossificotion System -

Monogers and Aadministrative Borkers

Level 2b - Advanced Development

Aleader of health volunteer
engagement (LOHVE] responsible
for management of a medium sized
volunteer workforce relative to the
size of the health service.

LOHVEs operating at this level:

Have saveral years of experience in
valuntesr engagement.

Frowvide leadership within voluntear
programs ar activities, and coordinate
woluniteer activities with ather
activities across the health sarvice.

#re responsible for the scheduling
and implementation of major
woluniteer initiatives within defined
budgets and policy guidelines.

Use negotiation skills w encourage
successful adoption of operational
activities, and to gain werkforce
coaperation

Ernplay judgament in selacting
appropriate actions related to the
warlurteer pragram, within the broad
pararmeters of the role.

Compeatancies within this leve! align
with Grade 4 of the Wictonon Pubic
Health Sectar Classification System -
Maonagers and Admrimstrotive Workers

Asenior leader of health volunteer
engagement (LOHVE) responsible
faor strategic management of a
volunteer department)service,

LOHVEs operating at this level:
Hawa extensive experience in
volunteer engagement and hawe
relevant qualifications.

Coardinate and provide leadership
across several activities within a
volunteer department or servica

Supervize valunteer program staff
atlevels 1 and/er 2 to undertake
operational tasks

Negatiate with staff and wolunteers
to gain commitrment ta the volunteer
program, and manage progress

Are accountable for managing
significant projects or functions
relating ta the volunteer program

Independently design work programs,

control budgets and manage
allocation of resources related to the
volunteer program

Employ analytical methods to
recornmend modification or
adaptation of techniques and
methads that relate to the volunteer
program, and that hawe impacts on
the health service.

Competencles within this level align
with Grade 5 of the Wetanlan Public
Raaith Sactor Clossificotion Systam -
Manogers and Administazhive Warkers

Level 3a - Strategic Lewel 3b - Advanced Strategic

Asenior leader of health velunteer
engagement (LOHVE] responsible
for strateglc management of
alarge, complex volunteer
department or service.

LOHVEs operating at this level:
Have specialised knowledge resulting
from years of experience involunteer
engagement, with qualifications
relevant to the health or volunteer
sactor.

are accountable for the integrity
afthe velunteer program, and the
achievernent of significant standards
of performance.

Integrate a range of associated
aperations as part of valunteer
program delivery.

Determine standard systems,
methods and procedures relating
tothevolunteer program, and
amplay extensive analytical skills
ninterpreting walunteer program
service needs, guidelines, canditions
and achievability of results

trrategically advocate far the
wolunteer program where there are
competing abjectives and priorities
within the health service

Campatencies within this level align
with Grode 6 of the Wikonaon Public
Health Sector Classifloation Spstem -
Monagers and Adiministrotive Workers
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Provides a detailed breakdown of the competencies required within each domain at the
various levels (Levels 1-3b).

Competencies listed at each level are aligned with the respective levels of the Victorian
Public Health Sector Classification System - Managers and Administrative Workers award.
Listed competencies also reflect and incorporate guidelines for best practice volunteer
management, in particular the National Standards for Volunteer Involvement developed by

Volunteering Australia.
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Competency 2 - Volunteer orientation and training
Leaders of health volunteer engagement induct and train volunteers to ensure safety of volunteers and guality of care within health services.

areas
Facilitate initial
training and
induction

Facilitate cngoing
training

Maintenance

You ensure that current policies
and procedures related to
volunteer compliance checking
are adhered to.

You induct volunteers into

the organisation and provide
basic training for specific roles
using existing processes and
guidelines.

You have a process for identifying
where volunteers require ar
desire additienal training and
know how to facilitate this.

Development

You develop and present training
programs, orientation and

training materials for volunteers,
using adult education principles.

You provide or deliver
professional development
opportunities for volunteers and
encourage them to participate.

You oversee and cantribute to
the formulation, implementation
and ongoing review of volunteer
induction and training programs.

¥ou provide flexible options for
wolunteers to access training and
induction, that consider diversity
in relation to culture, availability
and literacy.

vou formulate and implement a
prafessional development plan
forvolunteers, based on their
skills, needs and interests, and
changes in organisational policy
and procedure,

latrobe.edu.au

Strategic

ou develop the capacity of
health service staff to train and
induct volunteers within their
areas.

‘fou develop innovative
approaches to train volunteers.

ou have a process in place to
formally evaluate volunteer
training and inducticn programs
against adult learning principles.

You develop and implement
plans, policies and procedures
associated with volunteer
training and induction.

ou ensure that volunteer
program staff are implementing
professional development
oppartunities for valunteers, in
accardance with the program
professional development plan.

‘fou advocate within the health
service for additional professional
development cpportunities far
volunteers,

ib

| ¥ou support other health services
| to provide velunteer training
| where needed.

| You advocate for the

| consideration of volunteers in

| wider health service training and
| induction processes.

| You develop a comprehensive

| training and induction program
| that covers both patient and

| volunteer safety and ensure that
| thisis being implemented by

| valunteer program and health

' service staff.

| You incarporate ongaing

| professional development

| forvolunteers into volunteer
| program strategic plans.



recommendations
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Recommendation 1:

Recommendation 2:

Recommendation 3:

Recommendation 4:

Recommendation 5:

The proposed competency framework should be implemented for

use within Victorian public sector health services, in order to guide
appointment and professional development of health service volunteer
managers at the appropriate level of expertise.

Formal alignment of volunteer programs with the National Standards
for Volunteer Involvement should be mandated within Victorian public
health services.

Organisations providing professional development activities aimed at
increasing competency for health volunteer managers should consider
the specific competencies required within the health sector, and

the specific needs of experienced and non-metropolitan volunteer
managers.

This competency framework should be reviewed and amended by the
broader volunteer management sector for broader applicability.




Thank youl!

r.winterton@latrobe.edu.au
@RachelWinterton

Kerryn.Mitchell@nhw.org.au

Link to reports:

https://www.volunteeringvictoria.org.au/
advocacy-policy-research/researchandreports/
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